One of the five cultural dimensions suggested by G. Hofstede, the dimension of masculinity and femininity, is very controversial. Defining cultures as feminine and masculine results in two issues. In the first, the content one, masculine cultures are characterised by "hard", instrumental values, whereas feminine cultures by "soft" values whose core is the quality of interpersonal relations. In feminine cultures gender differences disappear, however, with the increase in the masculinisation of culture, the differences in the range of gender values grow. The article is of cognitive character. It shows the results of the research concerning the values and basic objectives in the range of dimensions of masculinity and femininity carried out in Polish and Ukrainian organizations.
Introduction
Culture directs the way of thinking about man, it forms the frames of what is considered as the way of realisation of humanity. In the studies of management the attention is on organisational culture. M. Kostera claims that organisational cultures are only a small part within a bigger cultural context and that the customs from the outside permeate inside in a visible way (Kostera, 2005, p. 42) . Therefore, looking at organisational culture in isolation from a wider cultural context seems to be a utopian approach.
Managing organisations which function in culturally heterogeneous conditions requires not only the knowledge of the language or customs of other cultures, but also more subtle abilities, based on emotions: tolerance, openness and acceptance (Koźmiński, Jemielniak, Latusek, 2009 ). According to G. Hofstede, intercultural communication can be learnt and the basis for this process of learning is first of all the realisation of the fact that each person is "mentally programmed" in a different way because each person was raised in a different way (2007) . Another important issue is the tendency to generalise the cultural phenomena. It has been accepted to attribute the same features to the representatives of national cultures of post-socialist countries.
In the article the attention has been placed on showing the differences in the dimension which causes most definitional problems -masculinity and femininity, in the organisational cultures of two companies that deal with the production of metal furniture whose seats are in neighbouring countries: Poland and Ukraine. Both companies are managed in a similar way, their vision and objectives are alike, the systems of assessment and reward are also the same. Such specifics of the studied companies allow us to obtain the answer to the question whether specific features of national culture (Polish or Ukrainian) are visible in the masculinity-femininity dimension in the organisational culture of the studied subjects.
It is important to stress that relating to just one dimension does not give a full picture of the two cultures. For this reason, the conclusions that come from the research have been treated as an introduction to a bigger research project.
Masculinity and femininity as a cultural dimension
In the first half of the 20 th century social anthropologists reached the conclusion that societies, both the traditional ones and the contemporary ones, face the same problems. In relation to the masculinity/femininity dimension, cultures which are called masculine determine values such as: success, ambition, assertiveness, self-confidence and competition. Femininity on the other hand is defined by: concern for others and care giving, giving each other the sense of safety and emotional support. In culturally masculine societies there is a clear division into masculine and feminine roles, open display of ambition is accepted, male domination is undisputed. However, in culturally feminine societies free choice of masculine and feminine roles is accepted and mutual dependence between the two genders is stressed. It means less fixed division of social roles, not only on the basis of gender, but also race, nationality and age.
Norms and values which constitute this dimension influence first of all the way of motivating the employees, but also organisational culture and the management style (table 2) (Mazur, 2015) . In the cultures of higher level of femininity the supervisor should take care of the good atmosphere at work overcoming arising conflicts. This dimension is very significant in choosing the management method because it relates to management through communication. The supervisor respects employees' opinions. The measures of success are good rela-tions in the organisation and effective cooperation. On the other hand, in the cultures of high level of masculinity, the supervisor is expected to be firm and resolute and should make decisions by themselves. The best person for this position is someone who can make decisions independently on the basis of facts rather than someone who organises group discussions to find out what employees think before making a decision. If a conflict arises, it should be solved through confrontation, friction or domination rather than through concession and looking for compromises. For the employees financial gratification is more important than the atmosphere at work (Mazur, 2012, pp. 136-137) . with the myth about Berehynia -a symbol of Ukrainian matriarchy. In reality, women while looking after the family, often took the roles of both men and women. They fought to ensure their families survival, they had a strong position, and yet they were not appreciated.
Masculinity-femininity dimension in Polish and Ukrainian national cultures
In relation to Polish culture in the dimension -masculinity and femininity -we deal with different index values. A. Lubecka is writing about Polish people as a culturally feminine society. J. Mikułowski Pomorski, referring to the study of students from the 1990s, also highlights the predominance of the feminine element in Polish culture (Mikułowski Pomorski, 1998, pp. 43-58) . This opinion is contrary to the findings of G. Hofstede, according to which the factor of masculinity in Poland is 64. According to the data 1. In order to get information about the problem of Ukrainian feminism, in-depth interviews with female journalists, writers, poets, interpreters, MPs, representatives of the world of science and business have been conducted (Kiev, January-March 2013).
of GLOBE, it oscillates on the level of 53,57. A similar outcome -51 -was reached by B. Mikuła and W. Nasierowski.
We can conclude that Polish society is set on masculine values and stressing gender differences a little more than the world average -48. On the official website of G. Hofstede we can find values of indicators for the dimension of masculinity and femininity for Poland and Ukraine. The indicator for Poland is 64, for Ukraine it is 27. This means that Polish culture shows masculine features and Ukrainian culture shows more feminine features.
The conclusions from both the analysis of literature and the interpretations of the results of the research carried out so far confirm that there are cultural differences between the two studied cultures.
The result of own study
In the research process quantitative method PAPI was used. The questionnaire was distributed among the employees chosen by the two companies.
Their choices were intentional since it was necessary to obtain comparable results. The research was conducted simultaneously in both companies in February 2015. 200 employees from the two companies producing metal furniture were surveyed. The first company is in Poland in Suwałki, the other in Ukraine in Kharkiv. 184 questionnaires were analysed. The percentage distribution is presented in picture 1. Men constituted 87% of the surveyed, 13% were women. 37% of the people had higher education, 44% secondary education, 18% vocational education and only 1% primary education.
28% had a short length of service -up to a year, 32% between one and five years, 14% between five and ten years, 26% over ten years. Among the respondents, 64% were the employees of the Polish organisation and 36% were from the Ukrainian organisation. In the questionnaire the following statements were put: If the person participating in the study identifies themselves with the statement on the left, they can choose from 1 (the highest level of identification) to 3 (the lowest level of identification) with the statement. If he / she identifies with the respective statement on the right, they can choose from 5 (the lowest level of identification) to 7 (the highest level of identification). The respondents for whom both statements are equally important put the sign x in the middle of the scale (4). In the static analysis a nonparametric test by U. Mann-Whitney was used for two independent samples. During the test the zero hypothesis is verified, which says that the studied arrangements do not differ from each other according to a hypothesis that the differences are significant. In the case where level p is lower than the adopted limit value (during the calculations it has been assumed that the limit value of the level of significance is 0,05), the zero hypothe-sis should be rejected, which leads to the conclusion that there are significant differences between the answers of the people employed in the Polish organisation and the Ukrainian one (Gatnar, Walesiak, 2011) . The results are presented in table 3. The distribution of the answers under the cultural assumptions referring to the dimension masculinity/femininity shows that there are statistically important differences between the groups in the categories: quality of life (p = 0,00), attitude to work (p = 0,00), beauty (p = 0,00), social roles (p = 0,009), speed of actions (p = 0,015), conquering (p = 0,027), success (p = 0,034). In the remaining cultural assumptions we can see smaller differences referring respectively to the categories: meaning of life, importance in life, independence, motivation, dissimilarity of genders, achievements, working time, assets (Fig. 2) . In masculine cultures the role division is stressed, whereas in feminine cultures such a division is not approved of. In Ukraine the role division is strongly highlighted, however, occasionally women take over men's roles.
In light of the research results, significant differences in the organisational cultures of the companies can be seen. In the organisational culture of the Polish company the level of masculinity is a bit lower than in the organisational culture of the Ukrainian company. It shows that specific features of national culture (Polish, Ukrainian) are visible in the masculinity-femininity dimension in the organisational culture of the studied companies. This means that the way of managing, motivating or planning within the two companies should differ.
Conclusions
In the organisational culture of the Polish company feminine features dominate whereas in the organisational culture of the Ukrainian company masculine features dominate. It is important to stress that the results of the study slightly differ from the data about the dimension of masculinity/femininity in Polish and Ukrainian cultures which were obtained from the analysis of the literature of the subject. It inclines that the research project should be broadened and that studies should be carried out in companies in other sectors which are embedded within Polish and Ukrainian national cultures.
Moreover, the research study shows differences referring to single subjects which do not allow us to formulate conclusions of general character.
Nevertheless, the direction of further studies has been indicated.
The obtained results illustrate the view that in specific cultures different approaches to the differences between men and women are formed (see statements: 1, 2 and 12). The representatives of both cultures differ in their approach to discrepancies connected with gender. The respondents from
Ukraine underline and promote clear differences between men and women, the respondents from Poland, however, minimise their significance. In the article this issue was merely mentioned. According to the author of this text, it deserves to be analysed in detail.
